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1.
Introduction 

By the Bridge is an independent fostering organisation based in Sittingbourne, Kent.  With 156 families providing fostering care for 170 children, the Company has two other offices in Billericay, Essex, and Rugby, Warwickshire.  
With the recent acquisition of By the Bridge by a venture capital company, and the appointment of a new Chief Executive in September 2007, the organisation has undertaken structural changes, giving greater clarity to people’s roles and providing support where needed.  The changes have been welcomed by everyone and there are plans to grow the Company, whilst maintaining the quality of services provided.

The Assessor was impressed by the encouraging and supportive culture in which the diversity of experience and knowledge that people bring is highly valued.  

The following are a few of the general, positive comments made by interviewees:

· “I love my job and look forward to coming in.”
· “There’s 110% commitment from By the Bridge that I can do anything to develop.”

· “It’s a really good organisation.  There’s openness and honesty and, when there are disagreements, there’s a focus on resolving them.”

· People don’t think twice about getting all hands on deck”.

· “I’m never worried about asking for help.”

· “A lot of thinking goes into making staff feel valued.”
2.
Strengths and areas of good practice

· An environment has been created in which people are encouraged to make suggestions or raise ideas for improving their own performance, that of others and of the organisation as a whole.  Opportunities to do so are both formal and informal and, consequently, people feel their ideas are welcomed and valued.
· The diversity of knowledge and experience that people bring is recognised and valued and people are encouraged to share good practice with others to continuously improve the services offered.  Examples given provide evidence to support the Profile framework at levels 2, 3 and 4.

· Due to the sensitive nature of the work, much care is taken to ensure that everyone receives the support they need to perform in their roles.  Monthly group and individual supervision is provided as well as weekly contact and 24 hour support for fostering families.  The close working environment of the office and constant email and telephone communication with those working in other offices ensures that everyone is supported effectively.  Examples given provide evidence to support the Profile framework at levels 2, 3 and 4.
· The commitment to provide learning and development opportunities for everyone is evident.  Many examples were given by people of the courses they are attending and qualifications they have achieved to improve their performance and the profile and credibility of the Company.
· People are encouraged to be involved in making decisions and taking ownership for making their ideas happen.  This invokes a sense of pride and trust and adds to the way people feel valued for their input.  Examples given provide evidence to support the Profile framework at levels 2, 3 and 4
3.
Feedback against the agreed objectives
The Assessor was asked to provide feedback about how the recent changes to the structure have been received by people.  Interviewees described the way changes have been implemented as sensitive and handled well, keeping people informed at all times.  The impression is that there is now a more open, supportive and positive environment with focus on growth.
4.
Opportunities to improve
· Indicator 1, evidence requirement 1.1 – Everyone in By the Bridge referred to the vision and mission statements when describing how they contribute towards the Company’s success.  Reference was also made regularly to the values; however people were unable to describe them.  Work has started to identify what the values are and it is recommended that, once agreed, they should be formalised and made visible, alongside the vision and mission statements.  Doing so will help provide a consistent message of what makes By the Bridge the organisation that is respected and that people enjoy working for and being associated with.  Formalising the values will provide evidence under the Profile framework for this indicator at levels 2, 3 and 4.
· Indicator 1, evidence requirement 1.2 – The Assessor was provided with a summarised version of the Company’s business plan with objectives for 2008.  To help communication of the plan and to monitor progress towards achievement of objectives, it is recommended that a simple framework be introduced which will also provide a SMART approach (specific, measurable, achievable, realistic and time bound).  The following is an example of a framework that could be adapted to suit the Company’s needs:
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· Indicator 2, evidence requirement 2.1 – Having developed a framework for planning, it is recommended that some of the key training activities which will help achieve the Company’s objectives be included in the plan.  For instance, the objective of achieving an ‘Outstanding’ Ofsted result may be helped by the Link Workers commencement in their degrees in Social Work.
· Indicator 4, evidence requirement 4.1 and 4.2 – The CEO described the capabilities he requires of people in people management positions in terms of knowledge, skills and behaviours.  Although they have not been set out or formalised in any way, managers described what they believe is expected of them in similar terms.  To help ensure consistent understanding as the Company continues to grow and to help people understand what effective management is at By the Bridge, it is recommended that these capabilities be agreed, perhaps in line with the Company’s values, and set out in a simple format, for instance a bullet-pointed list.  
· Indicator 5, evidence requirement 5.1 – Having recently introduced a new performance appraisal process, people receive formal, constructive feedback on their performance as well as discussion about the development opportunities available to them.  Bearing in mind that effective leadership, management and development is crucial to the Company’s success, it is recommended that the agreed management capabilities be introduced to the appraisal process of managers at all levels so that managers’ development can be tailored specifically to improve their individual performance.  To take this further, the Company may also find it beneficial to introduce some form of 180/360° appraisal process, encouraging people to provide feedback on their manager’s effectiveness against the management capabilities.  This would provide positive evidence for this indicator under the Profile framework at levels 2 and 3.
· Indicator 9, evidence requirement 9.2 – With the strong commitment to support people’s development with an expectation that this will lead to improved performance, evaluation of the impact at a strategic level is broad and needs to be clarified.  Once training needs have been included in the planning framework (see 1.2 and 2.1 above), the impact of learning and development activities will be more measurable at a top level, giving a more detailed understanding of the return on the investment in people.
It could be helpful to use IiP Interactive.  This is a free, online business support tool that is designed to help identify strengths and development areas against the Investors in People Standard, and has links to free information and resources including a library with many guides, examples and templates that you can download and customise. This includes advice on areas such as Strategic Planning, Effective Management, Developing People, Culture and Communication, and Managing Performance, which link directly to the Investors in People Standard.  Visit www.investorsinpeople.co.uk to register and use this service.

It could be helpful to visit Quality South East’s website on a regular basis to maintain a view of the developments around the Investors in People Standard and for details of workshops and events across the region. Visit www.qse.org.uk for more information. 

Useful sources for defining Leadership and Management capabilities include the Institute of Leadership and Management.  Visit www.management-standards.org and www.businesslink.gov.uk for general business information and links to the DTI Inspirational Leadership Index.

For general business advice and employment legislation, incorporating DTI ‘best practice’, the following website might be useful: www.businesslink.gov.uk. 

If you would like further advice tailored to your own particular circumstances and needs to assist you in line with the findings of this report, Quality South East’s Advisory Service will be more than happy to assist.  For further information please visit www.qse.org.uk or contact Jane Morgan at: jane.morgan@qse.org.uk or telephone: 01329 822077. 
5.
Conclusion

Following this visit, the Assessor is pleased to confirm that By the Bridge continues to meet the requirements of the Investors in People Standard.  
The maximum period between Post-Recognition Reviews is three years.  However, it is Quality South East’s policy to maintain contact with you between reviews.  This is done via regular e-bulletins, and contact from Quality South East and your Assessor.  The first contact from your Assessor will normally be in about six months’ time, principally to find out how you are progressing with the Assessor’s suggested opportunities to improve, and to see if you need any further support.

Planned date for next contact by your Assessor: September 2008. 
Emily Mayes


Investors in People Assessor
21st March 2008 
APPENDIX: Summary of findings against each Principle of the Standard 

	Developing strategies to improve the performance of the organisation.
An Investor in People develops effective strategies to improve the performance of the organisation through its people.


1.
A strategy for improving the performance of the organisation is clearly defined and understood.
The Company’s mission is ‘To provide professional therapeutic fostering services which represent outstanding quality, innovation and value’.  The vision is ‘To give back to traumatised young people the opportunities they have missed’.  The CEO described the strategies in place to achieve the vision, as follows:
· Differentiation – being smaller, better, different and more specialised than other independent fostering organisations.

· Growth – growing geographically without losing the differentiation.

· Quality – not satisfied with the minimum standards required by Ofsted and regulations, but ensuring the care provided is above expectations.

The Assessor was provided with a summary of the business plan and the CEO described the objectives of By the Bridge as follows:
· Financial – EBITDA growth year on year.

· Growth – by 88 available families that have been selected, developed and assessed by the end of the calendar year.

· Increase in number of referred children to 225 in total by the end of the year.  

· Quality – To have a ‘very satisfactory’ outcome to the next Ofsted inspection.
Managers explained that staff meetings, daily morning meetings and appraisal are methods used to involve people in the development of the business plan and when agreeing team and individual objectives.  In addition, everyone has developed their own mission statement which they keep alongside the Company’s to illustrate how they contribute towards the success of By the Bridge.
All interviewees are aware of the growth targets for the Company and were able to describe how they contribute towards achieving them.  Examples are as follows:
· One interviewee explained that, when the office is closed, she provides support and advice to foster families, ensuring that there is a 24 hour service and that safeguards continue.  She ensures that the quality of service is continuous around the clock.

· Another explained that, with the objective of growth, he is involved in developing relationships and raising the profile of BtB with potential customers and local authorities.  His targets include the development of 2 new products and a database of all customers.  
2.
Learning and development is planned to achieve the organisation’s objectives.
The CEO described the organisation’s needs for learning and development.  Examples are as follows:
· For foster parents there is a set of mandatory and optional training programmes to a) prepare them for fostering and b) to provide further development following assessment and approval by the panel.  The mandatory training will be delivered by both internal and external providers to all 88 families planned to be recruited before the end of December.  Evaluation will be through the Panel and ongoing supervision and observation.
· For internal staff, one of the priorities is for all Link Workers to undertake an Open University degree in Social Work.  The Regulations state that they should ‘ideally be qualified Social Workers’ and, with the aim of providing a professional, quality service, this will also raise the outcome of the next Ofsted inspection.

Managers explained their team’s learning and development needs.  Examples are as follows:

· To better understand the needs of young, unaccompanied asylum seekers, someone from the British Refugee Council will train Link Workers.  Following this training, Link Workers will pass the training on to foster parents to better prepare them for fostering children in this situation.   Initially evaluation will be through the standard evaluation form, but then through supervision with foster families.
· Having transferred roles, one team member needs to improve her office skills and so will attend Excel and Access courses.  Evaluation will be through observation of increased efficiency and confidence.

People described how they are involved in identifying their learning and development needs and the activities planned to meet them.  Examples are as follows:

· One interviewee explained that he had recently taken on a new role and, with much discussion with the CEO, looking at the business plan during his induction; he felt he needed a broader understanding of business and so has put himself forward to do an MBA.

· Another explained that she is interested in how to deal with children, having introduced an event focussed on arts and crafts for families.  As a result, she will attend a Transactional Analysis course.
People explained what their learning and development activities should achieve for them, their team and By the Bridge.  Examples are as follows:

· The Registered Manager explained that she is currently doing an MA in Professional Practice in Health and Social Care.  The benefit for her is that it will give her a further professional qualification and benefits to the organisation are that it will enhance By the Bridge’s credibility as she regularly deals with Directors of Social Care.

· Another interviewee explained that, to help answer queries from potential foster parents, she will be attending an internal course entitled ‘The Future is Orange’.  It will give her greater credibility when involved in recruiting foster parents.  
3.    Strategies for managing people are designed to promote equality of     

       opportunity in the development of the organisation’s people.
The CEO described the strategies in place to create an environment where everyone is encouraged to contribute ideas to improve their own and other people’s performance.  These include an open door policy in a non-judgemental culture, annual appraisal, daily morning meetings, monthly staff meetings, an open plan office and the regular, monthly group and individual supervision.

He explained that, to ensure everyone has fair access to the support they need, everyone has the annual appraisal, there is a close working environment internally, individual monthly supervision for Link Workers and foster parents, both in groups and individually.  In addition, foster parents are called weekly and there is an ‘out of hours’ service providing support and advice.  The morning meetings enable people to raise issues of concern and any questions.  
To ensure there is equality of opportunity for learning and development, the policy is to encourage everyone to raise their development needs which, provided they are relevant to the person’s role, will be supported.  In addition, the new appraisal process requires people to consider their development needs to help them improve their performance and develop their careers.  All foster parents must attend the mandatory training and there are optional courses available, should they wish to take them up.  Also monthly group supervision meetings also include training sessions.  

Managers described how they make sure everyone has access to the support they need and equality of opportunity for learning and development.  Examples are as follows:

· One Manager explained that Link Workers can be “like a sponge for emotion and need to have their feelings unpicked to enable them to reflect on what feelings are their own and which have been projected onto them.” 
· Another explained that she also provides monthly line management supervision during which they discuss any obstacles people have to coping with their jobs.  Also the daily morning meetings enable people to bring anything they wish to discuss and every day they review a different regulation to refresh memories.  

· All managers confirmed the policy of supporting everyone’s learning and development needs either through formal external and internal training, coaching, shadowing opportunities or by people sharing the key points of their training with colleagues.

People confirmed that they believe their managers are genuinely committed to ensuring that everyone has access to the support they need and there is equality of opportunity for learning and development.  Comments made to support this were as follows:

· “Through appraisal, everyone gets asked what additional training they want.  They’re really proactive in getting people to identify training – it’s the ethos.”
· “There’s 110% commitment from By the Bridge that I can do anything to develop.”
· “As I’m not based in Kent, there’s going to be a web-cam brought in so I can be involved in the morning meeting.  There’s already a meeting blog to keep in touch and emails keep me informed.”
· “I have a laptop linked to the database so I’m as well informed as anyone else and I have monthly supervision.  If I’m struggling, I can ask for cover and know that I’ll get it.”
· “I’ve never been worried about asking for help.”
People gave the following examples of how they have been encouraged to contribute ideas to improve their own and other people’s performance:

· “At monthly group supervision, all of us can discuss issues and share ideas to help solve problems.”
· “Any ideas are taken with 100% positivity.  Like the arts and crafts activities, the response was “Fantastic, what do you need?”.  I was given a budget and supported.”
· “At staff meetings, we’re all expected to contribute ideas on a given subject.”
· “The bonus scheme was changed recently and there’s a way of earning up to 15% extra.  We were split into 5 groups and were asked if we wanted to suggest ideas..  For example, organisating a competition for children to help with health and safety.”
· “Everyone’s voice is heard, even if you’re new.  They are open to the experience and knowledge everyone brings.”
4.
The capabilities managers need to lead, manage and develop people  effectively are clearly defined and understood.
The CEO described the knowledge, skills and behaviours managers need to lead, manage and develop people effectively and that management qualifications are supported:
· Knowledge of their field, e.g. the technicalities of fostering and of their groups, management theory and practice and pressures such as environmental or Governmental.

· Skills of communication including listening, people management, fostering, working with their peers and their expectations.

· Behaviours – to be fair, transparent, responsible, professional, to value diversity and be a role model.
Managers described the knowledge, skills and behaviours they need in line with those described by the CEO.  Examples are as follows:

· “Knowledge of social work and therapeutic fostering and the code of conduct of social workers.  Treating people with respect – distinguishing between behaviours you don’t like, rather than the person.  Development of others.  Not to be judgemental.  To have compassion and the ability to look beyond the initial interaction.  Not to take things personally.”
· “Skills – facilitation to achieve potential, being open to others’ creative ideas, ensuring people feel comfortable and happy to work, valuing people for their ideas.  Good at listening and hearing what’s not being said.  In tune with the environment, checking people are OK.  Having a well balanced approach to management.  Communication at all levels.  Knowledge – In depth of regulations and standards required so that you can look at different requirements and ideas and know how they’ll fit.  Behaviours – Model behaviour to rest of staff, appearance, language, no tolerance of discrimination, time keeping, available and having a balance between friends and professional relationships.”
People described what their manager should be doing to lead, manage and develop them effectively:
· “To listen, whether they agree or not.  To keep in contact on a regular basis, to do supervision and support my ideas.”
· “To be well-boundried – contained so they can have the ability to deal with people and their issues and be able to give reassurance and guidance.  To share their knowledge generously, to lead from the front, to be approachable with an open door, to have integrity and be a decision-maker.”
· “Encouragement, knowledgeable of roles, open, honest, approachable, encourage me to do training and do supervision.”
	Taking action to improve the performance of the organisation.

An Investor in People takes effective action to improve the performance of the organisation through its people.


5.    Managers are effective in leading, managing and developing people.
Managers explained their strengths and how they are effective at leading, managing and developing people in line with the capabilities described by the CEO:
· “I’m a hard worker, I’m happy to acknowledge my weak spots and look to others for development.  I look to the overall strengths of teams.  I tell people what’s to come.  I’m approachable and I listen.  I don’t have fostering knowledge, but bring experience of various sectors and management qualifications.”
· “I role model, treating people with respect. I have confidence from experience and training and people trust me so I have a duty to stay developed so that I can develop others.”
· “I’m adaptable, I have experience of fostering so can understand the stress, balanced against business needs.  I have an in depth knowledge of compliance issues and an ability to train others.”
Managers explained that they give people regular and constructive feedback through monthly group and individual supervision, annual appraisal and informally, as issues arise.  

People explained how their managers are effective at leading, managing and developing them, as follows:

· “His value base fits BtB.  He’s approachable and open and embodies the role.  He’s good at working with people – democratic, giving carrots, rather than sticks.”
· “She’s approachable, open and honest and she’s interested in my ideas.”
People gave examples of how they receive regular and constructive feedback on their performance:

· “Monthly supervision with ....... either here or in Kent.  Also at the monthly staff meeting.”
· “Through group supervision monthly and with the Family Mentor monthly – if there’s anything I’m upset about, I can talk to her.”
· “Supervision is positive and constructive.”
6.    People’s contribution to the organisation is recognised and valued.
Managers gave examples of how they recognise and value people’s individual contribution to the organisation:
· “Through appraisal comments, I agree people’s strengths.”
· “When Link Workers achieve their targets, they receive a 15% bonus.  Also, in supervision, I acknowledge the good things and personally thank them.  I also write letters of thanks sometimes.”
· “In supervision, I’ll ask questions and then comment positively.  I don’t just keep praise or recognition for supervision though.”
Interviewees described their roles and how they believe they make a positive difference to its performance:
· “I’m experienced in fostering and understand what local authorities are looking for.”
· “I have experience of working with young people in care and of local authorities.  Not many have authority experience and know their angles and services.”
· “I used to be a foster parent and so I know parents’ expectations.”
· “I bring fresh blood and see things with different eyes.”
People described how their contributions to By the Bridge are recognised and valued:

· “The biggest compliment is when I’m asked when I’m doing the next arts and crafts day.”

· “When I introduced a young person who was not yet in care to a couple who had no experience, I needed to go to Panel to present regarding the needs for support.  I was told “Well done” and “Good piece of work”.  They have belief in you.

· “My line manager’s verbally appreciative.  For instance, she’s being observing home visits today and said I’d made a good job of it and I was told “Well done.”
7.
People are encouraged to take ownership and responsibility by being  involved in decision-making.
Managers explained how they promote a sense of ownership and responsibility by encouraging people to be involved in decision making.  Examples are as follows:
· “Everyone has an influence on decisions.  For example for the financial year; I came up with targets based on Every Child Matters.  People were consulted and some didn’t like them so I encouraged them to discuss and agree.”
· “Morning meetings are a good example.  Issues are raised and people are encouraged to chip in ideas to help decide the best course of action.”
People described how they are encouraged to be involved in decision-making that affects the performance of individuals, teams and the organisation as a whole:

· “We have a monthly Link Worker meeting and discuss problems to seek solutions.  We all come together to share good practice and brainstorm solutions to problems.”
· “We were invited to comment on suggestions for the bonus scheme.”
· “You can bring your own ideas and be involved in decisions coming from them.”
People described how they are encouraged to take ownership and responsibility for decisions that affect performance, as follows:

· “I have experience of working with other fostering organisations and have ideas about referrals to make the department more dynamic.  Through supervision and general meetings, I’m involved in discussing a wide range of opportunities.”
· “........ will call me regarding a child and gives me the details, then asks if I can suggest suitable foster parents who could take him or her.”
· “At the morning meetings and staff meetings we’re all kept in the loop.  We’re asked for our comments and views and our opinions are valued.  If it involves our own department, we’re expected to take it into our own hands.”  
8.    People learn and develop effectively.
Managers described how they make sure people’s learning and development needs are met:
· “Through supervision, appraisals and monitoring achievement.”
· “There’s a list of the mandatory training families have to do so I can see who’s done what.  I ask people regularly what training would be valuable for them and Link Workers come with requests.  I’m keen to ensure they have brain nourishing training to feel creative.  Then I go to ........ to make the arrangements.  I also ask Link Workers to present topics after they’ve had training.”
People described how their learning and development needs have been met, what they’ve learnt and how they have applied this in their roles:

· “As part of my training, I went on ‘The World is Orange’ course.  It’s a concept of brain development; when children aren’t nurtured, their brains don’t develop in the same way and so when they arrive with us, we need to undo that and we can give them new patterns to build on and good things to look back on.  I’ve used it with one of mine.”
· “I wanted to learn more about therapeutic care and so did the Certificate in Therapeutic Foster Caring.  I learnt how to provide a therapeutic environment, all about attachment disorders, and about abuse and trauma.  Now, when I’m dealing with behaviour, I see it as a symptom of abuse.”
The Assessor interviewed people new to By the Bridge and also people who have taken on new roles internally.  They described their inductions as effective as follows:

· The CEO explained that his interview became his induction as he met Board members and internal people including Link Workers, so that by the time he started, he knew what to expect.  He then met foster parents and was involved in supervision groups.  He also observed and shadowed Link Workers.

· An interviewee who had taken on a new role explained that he had spent a lot of time with the CEO, looking at the business plan, number crunching and considering development plans.  He spent time with the Registered Manager and discussed the direction of the organisation.  He also explained that his induction is still ongoing through coaching.

· A new Link Worker explained that she had shadowed her predecessor on visits, reviews and supervision, then read files and looked at the database.  She added that nothing was ever too silly for her to ask and she had lots of helpful advice. 
	Evaluating the impact on the performance of the organisation.

An Investor in People can demonstrate the impact of its investment in people on the performance of the organisation.


9.    Investment in people improves the performance of the organisation.
The CEO described the organisation’s overall investment in learning and development as follows:  £X for external training, much time spent on meetings, supervision, appraisals, coaching and people sharing experience and outcomes of external training events.  In addition, there is a training room with all necessary facilities for delivering formal training events.

The CEO and Registered Manager gave the following examples of how learning and development has improved the performance of By the Bridge:

· ....... is coming to the end of his Social Work qualification, which will enable him to undertake the child safeguarding role.

· Having undertaken research, the Director of Fostering developed a 1 year course on Therapeutic Fostering, which is recognised by the University of Greenwich. Having attended the course, foster parents’ evaluations have shown 59% fewer breakdowns and 42% felt they handle stress better as a result.
· As part of her MA, the Registered Manager explained that she learnt about human attachment in fostering and adoption.  She then developed a programme, The World is Orange, for foster parents that helps to facilitate healthy attachment to the care giver in the form of fun, safe activities for parents which will promote new neural pathways and help reduce rejection and increase trust.  She presented her work to the World Fostering Conference and has received positive responses worldwide, raising the profile of BtB.  In the initial programme, 10 aspects of behaviour were monitored before the training and again, afterwards showing improvements in the behaviour in all the children involved and in the ability of foster parents.
The CEO and Registered Manager gave the following examples to illustrate how the evaluation of the investment in people is used to develop the strategies for improving the performance of the organisation:

· The success of The World is Orange has led to this being mandatory for foster parents.  Also, to support relationship building with authorities in Coventry, a development area for the business, the Registered Manager has trained fostering and adoption teams in that area.

· Having recognised the expertise and professional development that By the Bridge provides its people, the organisation is now spreading the good work geographically and has recently opened an office in Rugby, with a team leader who was previously a Link Worker in Kent, but has now become a qualified Social Worker.
Managers gave the following examples of how learning and development has improved the performance of their team and the organisation:

· The Attachment training has helped foster families meet children’s needs better.

· An Office Manager chose to be involved in family development and to attend a course on play therapy.  She has introduced art and craft days and has flourished.  It has benefited the families as they have bonded as a network and they feel invested in by BtB.  They are enthusiastic and the children enjoy the events which add to the quality of service provided by the Company.

People gave the following examples of how learning and development has improved their performance, that of their teams and of By the Bridge:

· Having completed the Certificate in Therapeutic Fostering, one interviewee explained that it gave him opportunities to consider children’s behaviour and he now doesn’t respond to a tantrum, but reflects on the behaviour and his own reactions to it, containing it which reinforces the security of the child.  The benefits for By the Bridge are that there are fewer breakdowns because people can work through difficult situations by using alternative strategies.  He added that the Company prides itself on offering therapeutic fostering and it has enhanced their professionalism which is a marketing tool.
· Another interviewee explained that the training he has undertaken in safeguarding has been important to help him deal with authorities and the police.  He has re-written the child protection procedures regarding prevention and early detection of problems with the aim of reducing complaints.  Processes have been tightened up regarding response to low level complaints which are now timely.  Procedures are followed openly and serious complaints are dealt with appropriately which enhances BtB’s reputation and sets them apart from the competition. 

10.
Improvements are continually made to the way people are managed and developed.
The CEO and Registered Manager described how the evaluation of the investment in people has resulted in improvements to the strategies for managing and developing people:
· By meeting with everyone and improving the appraisal process, people’s strengths and weaknesses have been identified and opportunities provided to play to their strengths.  Restructure has enabled people to take on roles they are better suited to.
· Also more emphasis has been placed on encouraging people to come forward with their ideas and suggestions for improving performance.

Managers gave the following examples of how they have improved the way they manage and develop people:

· “I listen and communicate more because people come openly to talk.”
· “I’ve been pulled into being a team worker because there are opportunities here to do so.  The therapeutic work nourishes my work here with my team.”
· “I have a better sense of what people need in terms of my support and I recognise the wealth of experience gained by fostering.  Therefore, I need to ensure there are opportunities for people to share their experiences.”
People gave the following examples of improvements that have been made to the way By the Bridge manages and develops people:

· “It’s been much better since ........ has moved up here.  Now there’s no distance and she’s available.”
· “The restructure has opened up wider forum of opportunities for everyone.   ...... is open to discussion, thoughts, ideas and says “Show me how it will work.”
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